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Abstract: The advent of modern technology has strongly influenced the world of work in the 21st 
century. Computer Software simplifies the management of daily work and plays an increasingly central 
role in managing the organisations. In fact, companies must have specific functions in which 
information technology plays a fundamental role to convert a regular Human Resources (HR) 
department into a core, powerful and dynamic electronic HR department to accomplish its role of 
strategic partner in planning and execution of organizational activities .Therefore, it is expected that the 
HR practices and the Employment relations (ER) undergo major changes. This study is meant to provide 
an overview of the fundamental transformation of HR practices in light of modern technology and their 
specific consequences for employment relations. This study uses data collected from one Public sector 
steel plant, two Private sector steel plants, one Business process organization, one Public sector 
information technology organization and one Private sector information technology organisation 
covering 928 respondents to assess the linkages between HRM systems, Technology and Employment 
relations. The findings on the literature point out that the use of technology is an eminent tool to be 
applied to obtain competitive advantage and is a key part in global business. This study finds that the 
use of Technology influences HR systems and Employment relations and vice-versa. 
Keywords: Technology; HR systems; Employment Relations 
JEL Classification: J30 
 
Introduction 
In today’s competitive world, organizations which intend to succeed and like to be 
in the top rating list, have to undergo a drastic transformation to satisfy the level of 
tasks and reach competitive edge. They are expected to have specific functions in 
which technology plays a crucial role. Shani and Tesone (2010) writes that HR is 
shifting its focus from playing a mostly clerical administrative role to being active 
in the strategic planning and management with a view to add value to an 
organization’s competitive advantage. This is the original intent when department 
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shifts titles from personnel administration to human resource management (HRM). 
Fisher, Dowling, and Garnham (1999) state that today HR is expected to take part in 
the formulation and the implementation of long-term plans. In addition, HR should 
ensure that its practices are in line with the organization’s overall business strategy, 
and shared employer and employee commitment to reach organizational goals (Shani 
& Tesone, 2010). The practice of designing organizations to support job structures 
has been questioned by Lawler (1994) which has guided organizational behaviour 
and HRM for decades, and is said, now there are signs that a competency-based 
approach is considered more effective. As stated by Lawler (1994), there is only one 
compelling reason to adopt a competency-based approach as competency creates 
competitive advantage, because it leads any organization to perform better.  
When considering the impact of evolution of the global competitive environment, 
the alignment between a competency-based strategy and organizational performance 
may be recognized as being a significant factor that influences a company’s survival 
and competitive edge (Garengo & Bernardi, 2007). Due to the fact that large complex 
organizations are facing increased global competition, the competency based 
approach and the knowledge and skill sets that individuals need to develop together 
forms a key success factor within an organization’s strategic focus of economies. 
One major consequence of heightened global competition concerns is the role of 
individual employee in reaching job-based standards. The alternative to job-based 
organizational structure is to design systems in which the capabilities of the 
individuals are the primary focus which creates an environment that facilitates the 
acquisition of knowledge, capabilities and skill sets for competitive advantage 
(Lawler, 1994). This focus redesigns HRM into core Strategic HRM (SHRM). 
Human Resource Management Systems and Human Resource Information Systems 
(HRIS) are moulded into a form of HR software that combines a number of systems 
and processes to ensure the easy management of human resources, business 
processes and data. Human Resources Software is used by businesses to combine a 
number of necessary HR functions, such as storing employee data, managing 
payrolls, recruitment processes, benefits’ administration and keeping track of 
attendance records. On the whole, these ERP systems have their origin from software 
that integrates information from different applications into one universal database. 
The linkage of its financial and human resource modules through one database is the 
most important distinction to the individually and proprietarily developed 
procedures which makes this software application both rigid and flexible. 
Human Resource Information Systems provide a means of acquiring, storing, 
analyzing and distributing information to various stakeholders. HRIS enables 
improvement in traditional processes and enhance strategic decision-making. The 
wave of technological advancement has revolutionized each and every space of life 
today, and HR in its entirety is not left untouched. Early systems are narrow in scope, 
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typically focused on a single task like improving the payroll process or tracking 
employees’ work hours. Today’s systems cover the full spectrum of tasks associated 
with Human Resources departments, including tracking and improving process 
efficiency, managing organizational hierarchy, and simplifying financial 
transactions of all types. In short, as the role of Human Resources departments 
expanded in complexity, HR technology systems are evolved to fit these needs. 
The function of human resources (HR) departments is administrative and common 
to all organizations. Organizations may have formalized selection, evaluation, and 
payroll processes. Management of “human capital” progressed to an imperative and 
complex process. The HR function consists of tracking existing employee data which 
traditionally includes personal histories, skills, capabilities, accomplishments, and 
salary. To reduce the manual workload of these administrative activities, 
organizations begin to electronically automate many of these processes by 
introducing specialized human resource management systems. HR executives rely 
on internal or external IT professionals to develop and maintain an integrated 
strategic HRM Systems (HRMS). Before client–server architectures evolved in the 
late 1980s, many HR automation processes are relegated to mainframe computers 
that can handle large amounts of data transactions. In consequence of the high capital 
investment necessary to buy or program proprietary software, these internally 
developed HRMS are limited to organizations that possessed a large amount of 
capital. The advent of client-server, application service provider, and software as a 
service (SaaS) or human resource management systems enable higher administrative 
control of such systems. Currently, human resource management systems encompass 
the following concepts Retaining, Hiring, Out-sourcing, Administration, Managing 
Payroll, HR Planning, Recruiting/Learning management, Performance management, 
Employee self-service, Scheduling, Absence management, Analytics, Employee 
reassign module, Grievance- handling by following precedents and Retirement. 
Technology 
Boon (1991) argues that the only reason man, a physically small and ungainly 
species can successfully master the complex environment because he is smarter over 
his competitors and finds innovative ways to increase his intelligence. Same set of 
drive and skills is instilled into organizations, in complex business organizations too, 
constantly trying to expand their intelligence and power of their members’ minds 
and to the tools and methodology the organizations use to extend the thinking 
process. 
“Thinking” is then further defined by Boon (1991) as “a process of gathering 
information, distilling and relating it, and creatively viewing it to induce or deduce 
new ideas” and “technology that can assist companies in satisfying the organizational 
needs is considered Information Technology (IT), and is recognized as an enabler to 
the organizations” (Boon, 1991). In other words,when it comes to business functions 
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(for example, HRM) or business unit (for example, SBU), its “enabling technology” 
must demonstrate the “extended human intellect” to share work-load in computing, 
communicating, configuring, comparing, creating, commanding, coaching, and 
competing. Other researchers like Sleezer, Wentling and Cude (2002) defines IT as 
an umbrella term that “encompasses many forms of Hardware, Software, and 
Services used for collecting, storing, retrieving, and communicating information”. 
Fraser (2004) survey of 894 global companies in 25 countries across four continents 
reports that 75 percent of the surveyed companies intended to increase their IT 
expenditure in 2001. Similarly, the worldwide survey of IT expenditures for 2001 
and 2002 projected increases in IT spending of 10.1 per cent in 2001 and 6.1 per cent 
in 2002 (Cowley, 2001). Although some scholars believe based on recent economic 
development that such projections may have been overly optimistic, too many other 
researchers and industry experts, IT will continue to grow as Developing countries 
expand their economies (Sleezer, Wentling & Cude, 2002; Weil & Ross, 2004). 
Therefore, a review of the very fundamental aspects of the HRM is presented by the 
researcher to examine how HRM, on contrary, has affected and will continue to 
influence the use of IT in an e-HR environment. 
IT adopted by HRM 
The type of information technology adopted by HRM has been phrased, as it has 
evolved, differently over the years, for example: Human Resource Information 
System (HRIS), Human Resources Management System (HRMS), Human Resource 
Development and Information Technology System (HRDIS), and the most current 
and popular “electronic HR” (e-HR). The use of IT by HRM is growing especially 
critical to the business now-a-days when discontinuities (mergers, acquisitions, 
restructuring and downsizing) alter the industry landscape in a drastic way. HRM 
executives, the key figures in organizations responsible for fine-tuning a capable 
workforce, must have the right and real information to measure, manage, and predict 
as to how workforce should be allocated and reconfigured effectively. With the 
analyzed information produced by the IT, HR professionals, more than ever, are able 
to align their management goals and the goals of individual employees with 
corporate strategy to deliver strategic plans with quantifiable results, and, ultimately, 
be able to deal with changes proactively. With the help from the information 
technology, HRM professionals are also able to demonstrate the HRM’s benefit to 
the bottom line by effectively managing knowledge, skills and abilities (KSAs) that 
create winning companies. 
Employment Relations 
Employment relations include relations between the aspects of industrial life such as 
collective bargaining, trade unionism, discipline and grievance handling, industrial 
disputes, employee participation in management and the interpretation of labour 
laws. The collective bargaining process is a key part of industrial relations. 
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Employment/Labour Management relations are the most complicated set of relations 
that any HR manager has to deal with. Efficient maintenance of employment 
relations helps the HR managers in developing a harmonious environment within the 
organization which, in turn, helps the organization in effectively achieving its goals 
and objectives. Well managed relations provide competitive advantage to the 
organization by negating the hassles arising out of union related issues and conflicts. 
With increasing competitiveness and mounting pressure of accomplishing the 
business strategy goals, it has become essential for an organization to acquire an 
effective and dependable labour relations support. 
 Legal/statutory compliances: An organization may opt for the services of 
a HR Consultant in order to maintain the legal requirements in relation to 
the existing labour laws of the country. This is more important for a 
company having its business expanded to different lands, and the codes of 
law change accordingly. A proper statutory compliance prevents 
unnecessary legal hassles and associated financial burden. The practices and 
documents of the organization are thoroughly audited by the HR Consultant 
according to the current legal requirements. Also, new contracts and 
documents are drafted as per the legislative detailing. Proper procedures for 
labour terminations as per law also require efficient working on the part of 
HR Consultant. 
 Labour Relations Management: Conflicts and deteriorating relations at 
workplace have an adverse impact on the overall productivity of the 
organization. Apart from increasing legal bills, such a situation adds to 
building up an environment of distrust among labour and hampers their 
motivation levels. A HR Consultant, in such a scenario, provides impetus to 
improve the everyday dealing between the labour and management. He 
works towards promoting an environment of collaboration, understanding 
and mutual trust among the labour and management by carrying out various 
training programmes, discussions, facilitation workshops and joint exercises 
between labour and management customized to the specific needs of the 
organization. Thus, HR Consultant assists in improving labour-employer 
relations. 
 Trade/Labour Union Dealing and Avoidance: A HR Consultant assists in 
handling situations of strikes and lock-outs by working as a mediator 
between the labour and management, and contributing towards collective 
bargaining. Further, working pro-actively, HR Consultant can facilitate in 
avoidance of union role in the organization. 
Labour audit and employee satisfaction surveys are crucial tools in assessing the 
vulnerability of the satisfaction levels of labour in the organization. A HR Consultant 
utilizes these tools to diagnose the chances of formation of trade union within the 
organization. It helps in understanding the position of the employer policies and 
ISSN: 2065-0175                                                                                              ŒCONOMICA 
93 
processes vis-à-vis the employee expectations. The gaps within the existing policies 
and employee expectations are then worked upon by the HR Consultant to improve 
the satisfaction levels of labour, thereby eliminating trade union role within the 
organization. 
Grievance Management: 
Grievance management by properly guided mediations is a welcome alternative to 
proceeding into arbitration immediately. This helps in achieving a resolution by 
mutual consent, thereby, avoiding untoward conflicts and costly litigation process. 
More so, resolving grievances by resorting to such methods as mediations by HR 
Consultant assists in keeping up with the reputation as a responsible and employee 
oriented organization. The HR Consultants work with an unbiased approach in 
opening up a clear and effective communication line between the concerned parties, 
along with putting in their valuable inputs where ever necessary to end up with an 
amicable and appropriate solution to the problem. Such an activity also facilitates in 
developing a positive employment relations environment within the organization. 
Further, a proactive feedback mechanism developed by the HR Consultant greatly 
helps in decreasing the rate of grievances among employees. Investing in productive 
employment relations is as significant as investing in any other effective business 
partnership. Hence, a well managed management and union relations system plays 
an instrumental role in dealing with the changing and challenging business 
propositions in current economic scenario. 
The above organizational context is facilitated by constant intertwined interactions 
between the above stated variables and results in outcome factors such as job 
satisfaction, job commitment and organizational commitment.  
Job Satisfaction 
If the technological factors are well maintained by HRM specialist and higher level 
technology is used in work processes, the employment relations system acts 
positively helping both employer and employee. The scenario leads to job and life 
satisfaction of the employees. Employer is also safe in the competitive international 
business environment with employee and customer focus. It may be said that Job 
Satisfaction is an outcome factor and depends on Technology, HRM systems and 
Employment Relations. 
The Job Satisfaction Level of the employee is measured by nature of job, variety in 
job, possibilities to new abilities and skills, chances available for up gradation of 
skills, recognition one gets for good work and suggestions, opportunities for 
fortification, promotion chances, responsibility and authority in job, pay one gets, 
security of his job, benefits other than pay, way of work evaluation, proper 
management policies and procedures, relations with superiors, peers and 
subordinates, proper work environment, facilities at work place, and retirement 
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benefits. The respondents are expected to answer as to whether they have Job 
Satisfaction irrespective of satisfactory work environment and as to how they rate 
their Job Satisfaction Level.  
It is found that involving processes in decision making result in job-satisfaction 
(Morris & Bloom, 2002; Platonova, 2005; Kim, 2002; Pitt & Foreman, 1999; Jong 
et al, 2004). It is also evident that training is positively related with job-satisfaction 
and finally results in higher performance (Jones & Jones et al., 2004). It is also true 
that job-satisfaction and organizational commitment are positively related 
(Srivatsava, 2013) but another study confirms that these are not significantly related 
in both males and females (Gangai & Agarwal, 2015). It is also observed that 
employee’s job satisfaction and organizational commitment significantly influence 
loyalty positively in manufacturing sector and is negative in case of service sector 
(Pandey & Khare, 2012). Hafiz Aziz (2015) has observed that employee’s 
performance separately and jointly is positively related with affective, normative and 
continual commitment of the employees. The training and development, 
organizational justice, task orientation, and compensation are incentives and major 
factors which are affecting organizational commitment (Cheah & Chong, 2016). 
 
Methodology 
The study entitled “Linkages between Human Resource Management Systems, 
Technology and Employment Relations with special reference to Impact on Women” 
funded by ICSSR, New Delhi is carried out during 2015-2018. The organizations 
selected for the study are 1. One Public sector Steel Plant which is fully automated 
2. Two Private sector Steel Plants with manually operated machine technology and 
with computer based operations in HRM, Finance and Marketing Functions 3. 
Business Processing Outsourcing unit with computer operations in all functions 
4.Public Sector Information Technology (IT) Firm with high level computer systems 
and 5. Private Sector IT Firm with high level computer systems (names are not 
mentioned to maintain confidentiality). A sample of 928 respondents which 
constitutes 4.3 percent of the universe (21650) is selected by stratified random 
sampling basis. The data are collected from the respondents during 2016 - 2017 by 
administering questionnaire directly and on-line to measure their perception towards 
HRM systems, Technology, Employment relations, Job satisfaction, Job 
commitment and Organizational, commitment. The collected data are analysed with 
the help of SPSS and SASS statistical software. The data collected on HRM systems, 
Technology, Employment relations, Job satisfaction, Job and Organizational 
commitment are categorised into eight components Y1 to Y8 as following to find 
out their inter-relationships through multiple-regression.  
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Multiple Regression Analysis 
Regression Analysis on Perception towards Firm and Peers (Y1) 
When the component Y1 – Perception towards Firm and peers is regressed with other 
seven components, the results show that Y1 is influenced positively by Y2 - 
Perception towards Job and Life (t value: 12.725 at 1% Level), Y3 - Perception 
towards HRM systems (t value: 17.586 at 1% Level) and Y5 - Perception towards 
technology factors (t value: 1.982 at 5% Level). The R2 value is 0.74. The Beta values 
are given in the table (Table 1). 
Table 1. Regression Analysis on Y1 Component 
Regression Summary for Dependent Variable: Y1 (all-data.sta) 
R= .86588174 R²= .74975119 Adjusted R²= .74784712  
F (7,920) =393.76 p<0.0000 Std...Error of estimate: 12.484 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   -6.956 5.013 -1.388 0.166 
Y2 0.332 0.026 0.228 0.018 12.725** 0.000 
Y3 0.533 0.030 0.268 0.015 17.586** 0.000 
Y4 0.033 0.020 0.020 0.012 1.687 0.092 
Y5 0.061 0.031 0.084 0.042 1.982* 0.048 
Y6 -0.047 0.030 -0.033 0.022 -1.552 0.121 
Y7 0.033 0.028 0.045 0.037 1.202 0.230 
Y8 -0.003 0.017 -0.007 0.036 -0.182 0.856 
** Significant @ 1% Level, * Significant @ 5% Level 
Regression analysis on Perception towards Job and Life (Y2) 
When analysed as to how Y2 - Perception towards Job and Life is related with other 
seven components, R2 value is 0.66. It is observed that Y2 - is affected positively by 
Y1 Perception towards firm and peers (12.725 at 1% Level), Y3 - Perception towards 
HRM systems (t value: 6.763 at 1% Level) and Y5 - Perception towards technology 
factors (t value: 6.664 at 1% Level) while Y6 - Perception towards Employment 
Relations (t value: -3.621 at 1% Level) negatively. Other components are found to 
have no influence on Y2. The Beta values are given in the table (Table no. 2) 
Table 2. Regression analysis on Y2 Component 
Regression Summary for Dependent Variable: Y2 (all-data.sta) 
R= .81294754 R²= .66088371 Adjusted R²= .65830347 
F (7,920) =256.13 p<0.0000 Std...Error of estimate: 21.182 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   45.541 8.381 5.434** 0.000 
Y1 0.450 0.035 0.656 0.052 12.725** 0.000 
Y3 0.269 0.040 0.198 0.029 6.763** 0.000 
Y4 0.033 0.023 0.029 0.020 1.419 0.156 
Y5 0.233 0.035 0.470 0.071 6.664** 0.000 
Y6 -0.128 0.035 -0.132 0.036 -3.621** 0.000 
Y7 -0.001 0.032 -0.002 0.063 -0.037 0.970 
Y8 -0.005 0.020 -0.016 0.061 -0.262 0.794 
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** Significant @ 1% Level, * Significant @ 5% Level 
Regression analysis on Perception towards HRM Systems (Y3) 
The Component Y3 - Perception towards HRM systems is regressed with other seven 
components, R2 value is 0.77. It is clear that this is related positively to Y1 - 
Perception towards Firm and peers (t value: 17.586 at 1% Level), Y2 - Perception 
towards Job and Life (t value: 6.763 at 1% Level), Y4 - Perception towards their role 
and stress (t value: 7.136 at 1% Level), Y5 - Perception towards Technology Factors 
(t value: 6.485 at 1 % Level), Y6 - Perception towards Employment relations ( t 
value: 6.053 at 1% Level) but negatively to Y7 - Perception towards outcome factors 
(t value: - 2.393 at 5% Level) . The Beta values are given in the table (Table no. 3). 
Table 3. Regression Analysis on Y3 Component 
Regression Summary for Dependent Variable: Y3 (all-data.sta) 
R= .88241386 R²= .77865421 Adjusted R²= .77697006 
F (7,920) =462.34 p<0.0000 Std.Error of estimate: 23.338 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   -40.227 9.287 -4.331** 0.000 
Y1 0.472 0.027 0.938 0.053 17.586** 0.000 
Y2 0.176 0.026 0.240 0.035 6.763** 0.000 
Y4 0.129 0.018 0.154 0.022 7.136** 0.000 
Y5 0.184 0.028 0.505 0.078 6.485** 0.000 
Y6 0.170 0.028 0.240 0.040 6.053** 0.000 
Y7 -0.062 0.026 -0.166 0.069 -2.393* 0.017 
Y8 0.016 0.016 0.068 0.068 1.013 0.311 
** Significant @ 1% Level, * Significant @ 5% Level 
Regression Analysis on Perception towards Role and Stress (Y4) 
When the component Y4 - Perception towards their role and stress is regressed with 
other seven components, R2 value is 0.30. It is observed that is related positively to 
Y3 - Perception towards HRM systems (t value: 7.136 at 1% Level) Y7 - Perception 
towards outcome factors (t value: 8.373 at 1% Level) and Y8 - Perception towards 
Women’s Perspective (t value: 5.140 at 1% Level). It is also found that Y5 - 
Perception towards Technology Factors (t value: -3.162 at 1 % Level) and Y6 - 
Perception towards Employment relations (t value: -6.758 at 1% Level) are related 
inversely. The Beta values are given in the table (Table no. 4). 
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Table 4. Regression analysis on Y4 Component 
Regression Summary for Dependent Variable: Y4 (all-data.sta) 
R= .55095558 R²= .30355206 Adjusted R²= .29825300 
F (7,920) =57.284 p<0.0000 Std.Error of estimate: 34.615 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   94.117 13.565 6.938** 0.000 
Y1 0.093 0.055 0.154 0.091 1.687 0.092 
Y2 0.067 0.047 0.076 0.054 1.419 0.156 
Y3 0.406 0.057 0.340 0.048 7.136** 0.000 
Y5 -0.162 0.051 -0.371 0.117 -3.162** 0.002 
Y6 -0.336 0.050 0.395 0.058 6.758** 0.000 
Y7 0.373 0.045 0.834 0.100 8.373** 0.000 
Y8 0.145 0.028 0.508 0.099 5.140** 0.000 
** Significant @ 1% Level, * Significant @ 5% Level 
Regression Analysis on Perception towards Technology Factors (Y5) 
Relationship between Y5 - Perception towards Technology Factors and the other 
seven components is calculated. The R2 value is 0.71. The regression results show 
that Y5 is related positively in case of Y1 - Perception towards Firm and Peers (t 
value: 1.982 at 5% Level), Y2 - Perception towards Job and Life(t value: 6.664 at 
1% Level), Y3 - Perception towards HRM Systems (t value: 6.485 at 1% Level), Y6 
- Perception towards Employment Relations (t value: 12.037 at 1% Level), Y7 - 
Perception towards outcome factors (t value: 5.990 at 1% Level) and Y8 - Perception 
towards Women’s perspective (t value: 2.533 at 5% Level). The relationship is 
negative in case of Y4 – Perception towards their role and stress (t value: -3.162 at 
1% Level). The Beta values are given in the table (Table no.5) 
Table 5. Regression analysis on Y5 Component 
Regression Summary for Dependent Variable: Y5 (all-data.sta) 
R= .84444758 R²= .71309171 Adjusted R²= .71090872 
F (7,920) =326.66 p<0.0000 Std. Error of estimate: 9.6665 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   17.614 3.842 4.584** 0.000 
Y1 0.070 0.035 0.050 0.025 1.982* 0.048 
Y2 0.197 0.030 0.098 0.015 6.664** 0.000 
Y3 0.238 0.037 0.087 0.013 6.485** 0.000 
Y4 -0.067 0.021 -0.029 0.009 -3.162** 0.002 
Y6 0.365 0.030 0.187 0.016 12.037** 0.000 
Y7 0.174 0.029 0.170 0.028 5.990** 0.000 
Y8 0.046 0.018 0.071 0.028 2.533* 0.011 
** Significant @ 1% Level, * Significant @ 5% Level 
Regression analysis on Perception towards Employment Relations (Y6) 
Regression is run between Y6 - Perception towards Employment Relations and other 
seven components. The R2 value is 0.705. The results show that Y6 - Perception 
towards employment relations is positively affected by Y3 - Perception towards 
HRM systems (t value: 6.053 at 1% Level), Y5 - Perception towards Technology 
Factors (t value: 12.037 at 1% Level) and Y7 - Perception towards outcome factors 
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(t value: 20.638 at 1% Level). The inverse relation is found between Y6 - Perception 
towards Employment Relations and Y2 - Perception towards Job and Life (t value: -
3.621 at 1% Level), Y4 - Perception towards their Role and Stress (t value: -6.758 at 
1% Level), and Y8 - Perception towards Women’s Perspective (t value: -3.628 at 
1% Level).The Beta values are given in the table (Table no.6) 
Table 6. Regression Analysis on Y6 Component 
Regression Summary for Dependent Variable: Y6 (all-data.sta) 
R= .84122746 R²= .70766364 Adjusted R²= .70543934 
F (7,920) =318.15 p<0.0000 Std.Error of estimate: 19.055 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   89.280 7.072 12.625** 0.000 
Y1 -0.055 0.036 -0.078 0.050 -1.552 0.121 
Y2 -0.110 0.030 -0.107 0.029 -3.621** 0.000 
Y3 0.225 0.037 0.160 0.026 6.053** 0.000 
Y4 -0.141 0.021 -0.120 0.018 -6.758** 0.000 
Y5 0.372 0.031 0.727 0.060 12.037** 0.000 
Y7 0.511 0.025 0.971 0.047 20.638** 0.000 
Y8 -0.067 0.018 -0.199 0.055 -3.628** 0.000 
** Significant @ 1% Level, * Significant @ 5% Level 
Regression Analysis on Perception towards Outcome Factors (Y7) 
The regression results between Y7 - Perception towards outcome factors and other 
components indicate that it is positively related to Y4 - Perception towards their role 
and Stress (t value: 8.373 at 1% Level), Y5 - Perception towards Technology Factors 
(t value: 5.990 at 1% Level) and Y6 - Perception towards Employment Relations (t 
value: 20.638 at 1% Level). It is observed that Y7 - Perception towards outcome 
factors is inversely related to Y3 - Perception towards HRM systems (t value: -2.393 
at 5% Level). Other components are found to have no affect on Y7. The R2 value is 
0.64. The Beta Values are given in the table (Table no. 7)  
 
Table 7. Regression Analysis on Y7 Component 
Regression Summary for Dependent Variable: Y7 (all-data.sta) 
R= .80321641 R²= .64515660 Adjusted R²= .64245671 
F (7,920) =238.96 p<0.0000 Std.Error of estimate: 11.040 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   -31.682 4.313 -7.345** 0.000 
Y1 0.047 0.039 0.035 0.029 1.202 0.230 
Y2 -0.001 0.034 -0.001 0.017 -0.037 0.970 
Y3 -0.100 0.042 -0.037 0.016 -2.393* 0.017 
Y4 0.190 0.023 0.085 0.010 8.373** 0.000 
Y5 0.215 0.036 0.221 0.037 5.990** 0.000 
Y6 0.620 0.030 0.326 0.016 20.638** 0.000 
Y8 -0.005 0.020 -0.007 0.032 -0.231 0.818 
ISSN: 2065-0175                                                                                              ŒCONOMICA 
99 
** Significant @ 1% Level, * Significant @ 5% Level 
The data regressed between Y8- Perception towards Women’s Perspective and other 
factors indicate that Y4- Perception towards their Role and Stress (t value: 5.140 at 
1% Level) and Y5- Perception towards Technology factors (t value: 2.533 at 5% 
Level) affect positively and inversely in case of Y6- Perception towards Employment 
Relations (t value: -3.628 at 1% Level). The R2 value is 0.63. The Beta values are 
given in the table (Table no. 8). 
Table 8. Regression Analysis on Y8 Component 
Regression Summary for Dependent Variable: Y8 (all-data.sta) 
R= .26561924 R²= .07055358 Adjusted R²= .06348170 
F (7,920) =9.9766 p<.00000 Std.Error of estimate: 11.386 
 Beta St. Err. of Beta B St. Err. of B t(920) p-Level 
Intercept   95.692 3.316 28.856** 0.000 
Y1 -0.012 0.064 -0.005 0.030 -0.182 0.856 
Y2 -0.014 0.055 -0.005 0.018 -0.262 0.794 
Y3 0.068 0.068 0.016 0.016 1.013 0.311 
Y4 0.193 0.038 0.055 0.011 5.140** 0.000 
Y5 0.150 0.059 0.098 0.039 2.533* 0.011 
Y6 -0.212 0.058 -0.071 0.020 -3.628** 0.000 
Y7 -0.012 0.053 -0.008 0.034 -0.231 0.818 
** Significant @ 1% Level, * Significant @ 5% Level 
 
Conclusions  
When attempted to measure the intertwined effects of organizational variables such 
as HRM systems, Technology and Employment relations and their effects on 
outcome factors regression analysis on above variables indicates that Y1 - Perception 
towards Peers, Y2 – Perception towards Job and Life, Y3 – Perception towards HRM 
systems and Y5 – Perception towards Technology factors are intertwined influencing 
each other positively. It is also evident that Y2 – Perception towards Job and Life 
and Y6 – Perception towards Employment relations are inversely related indicating 
that those who perceive Employment relations positively need not perceive Job and 
Life positively. Moreover, Y3 – Perception towards HRM systems affects positively 
all other organizational variables from Y1 component to Y6 component evincing 
that perception towards Firm and Peers, Job and Life, lack of Role conflict and 
Stress, Technology factors and Employment relations are directly related. However, 
those who perceive HRM systems as very high are not perceiving outcome factors – 
Job satisfaction, Job commitment and Organizational commitment positively 
showing that large gap exists between satisfactory levels and HRM systems. When 
Perception towards lack of Role conflict and Stress is regressed with other 
components as independent factors it is noticed that lack of Role conflict and stress 
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is positively related with HRM systems, positive Employment relations, outcome 
factors and women while inverse relationship is found with Technology factors. This 
clearly indicates that higher level technology leads to role conflict and stress. Women 
are significantly positive towards technology and technology is positively related 
with Employment relations and Outcome factors – Job satisfaction, Job commitment 
and Organizational commitment. Employment relations, on the basis of regression 
analysis can be said that they are positively related with HRM systems, Technology 
and Outcome factors – Job satisfaction, Job commitment and Organizational 
commitment and significant negative relationship is observed with Perception 
towards Firm and Peers, Job and Life, lack of Role conflict and stress. Women 
perceive Employment relations as significantly negative thus being more critical. 
Outcome factors as dependent variable is significantly positive with lack of Role 
conflict and stress, Technology and Employment relations while inversely related to 
HRM systems as explained earlier. 
The correlation matrix on Components - Y1 to Y8 shows that these components 
when considered either as dependent or independent variable, they are interrelated 
positively at either one or five per cent significant level except in case of Component 
Y6 which is inversely related with Y8. The significant results give leads to further 
regression analysis.  
The above discussion gives leads that along with sophisticated HRM systems and 
introduction of technological innovations developing of proper employment 
relations system and programs to eliminate role conflict and manage stress are highly 
essential to increase job satisfaction, job commitment and organizational 
commitment in steel plants and information technology units.  
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